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ABSTRACT 
With ever increasing competition among todays’ organizations, stakeholders tend to be more 
concerned about probing the new ways of getting the employees more committed and high 
performers to stay competitive in the market. Nevertheless, role of leadership is an important 
determinent of subordinate’s performance and commitment. The present study is aimed at 
exploring the leadership styles as one of the anticeedent of employee’s job performance and 
satidfaction with organizational commitment playing the mediating role in this relationship. 
Data of 207 respondents was collected, working in telecommunication sector of Pakistan, by 
using convenient sampling technique. The data was then analysed by using correlation, 
regression and mediated regression analyses. The results revealed that organizational 
commitment do have the mediating effect on the relationship between transformational 
leadership style and job outcomes. However, mediation has not been proved in case of 
transactional leadership style which shows that  employees were not found to be committed by 
transactional leadership style resultantly effecting their job outcomes..Hence the study will help 
the organizations to better understand the importance of leadership style in improving the 
performance of the employees as well as their level of satisfaction with the 
organization.Moreover numerous future directions have been suggested at the end with the 
assuption to further help the scholars to better comprehend new constructs and relationships in 
this field. 
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INTRODUCTION 
Concept of leadership has drawn an unprecedented attention of researchers over last couple of 
decades thus making the concept more complex and elaborate. The impact of different leadership 
styles on the followers/subordinates, either directly or indirectly on behavioral outcomes has 
already been acknowledged in numerous studies (Avolio et al., 2004; Bodla & Hussain, 2009; 
Kark & Chen, 2003; Goodwin & Whittington, 2001).As a matter of fact followers working under 
a leader respond either positively or negatively in response to the different leader/s and the 
leadership style. Although these responses are exhibited in different manners and ways yet a 
leader either transformational or transactional strives towards the max in order to fulfill the 
expectations thus making his/her employee more committed and satisfied with the job and 
ultimately improving the performance of his/her subordinates. Consequently the study is aimed 
at empirically validating the relationship between two major leadership styles (transformational 
and transactional leadership) and the behavioral outcomes of subordinates/followers like job 
performance and job satisfaction with a mediating effect of organizational commitment in 
Telecom sector of Pakistan. The mentioned two leadership styles comprise major portion of Full 
Range Leadership as formulated by Bass and Avolio (Bass & Avolio, 1985). Full range 
leadership is basically a combination of transformational, transactional and laissez faire 
leadership style but the latter one is considered to be a non leadership style due to which many 
studies have excluded the laissez faire leadership style out of the full range of leadership 
(Charles & Katherine, 2007). A few isolated studies have already been carried out in Pakistani 
context thus clarifying the role of leadership and its impacts on employees’ outcomes like job 
satisfaction and commitment (Bhatti & Qureshi, 2007). Yet no study can be found which 
explicates the relationship of leadership styles and behavioral outcomes in Telecom Sector of 
any country. Earlier studies have proved that transformational and transactional leadership are 
not mutually exclusive to each other consequently it is believed that every leader exhibits a few 
of the both characteristics although one of which might be dominating and the other one as 
suppressed in the given situation (Bass, 1998). In the same manner the performance of an 
employee has all the times been a topic of curiosity and concern for managers irrespective of the 
nature of business or its scope (Motowidlo & Scotter, 2004). Hence keeping in view the 
multifaceted relationship of leadership within its own domain as well as its impact on various 
employee job outcomes warrant further study. Hence, the study is aimed at exploring the 
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relationship between two major leadership styles and their impact on behavioral outcome of an 
employee like job performance and job satisfaction and the mediating effect of organizational 
commitment. Moreover the purpose of study is to reveal the effectiveness of different leadership 
style in telecom sector of Pakistan. Although the telecom sector is comparatively not that much 
deep rooted in term of its inception yet it is considered to be one of the leading emerging 
industries in Pakistan’s economy especially in last few years. Hence the study along with being a 
useful addition in literature of leadership not only but also will provide an insight to the 
managers at their workplaces to better understand the influence of leadership on employee 
behaviors in more depth. Moreover, the relationship between organizational commitment and job 
satisfaction which was considered to be the least explored area has also been focused thus 
clarifying the multifaceted relationship between the both variables 
LITERATURE REVIEW 
LEADERSHIP 
Each and every management expert has defined the term Leadership in his/her own unique way 
and angle i.e. “The behavior of an individual directing the activities of a group toward a shared 
goal” (Hemphill & Coons, 1957, p. 7). Katz and Kahn, (1966) explained it in a bit different way 
they explained the term as “The influential increment over and above mechanical compliance 
with the routine directives of the organization” (Katz & Kahn, 1966, p. 528). Later Burns 
narrated the term in a different manner and he suggested that Leadership is “Exercised when 
persons mobilize institutional, political, psychological, and other resources so as to arouse, 
engage, and satisfy the motives of followers” (Burns, 1978, p. 18). Rauch & Behling (1984) 
referred the term as “The  process  of  influencing  the  activities  of  an  organized  group  
toward  goal achievement” (Rauch & Behling, 1984, p. 46). In 1990 the concept was modified by 
Jacobs & Jaques (1990) and in their point of view Leadership is “A process of giving purpose 
(meaningful direction) to collective effort, and causing willing effort to be expended to achieve 
purpose” (Jacobs & Jaques, 1990, p. 281). Later the term was explained by Schein, in which 
leadership has been referred to as “The ability to step outside the culture to start evolutionary 
change processes that are more adaptive” (Schein, 1992, p. 2). Drath & Palus (1994) believe that 
leadership is “The process of making sense of what people are doing together so that people will 
understand and be committed” (Drath & Palus, 1994, p. 204). In their studies conducted in 2002, 
House et al.,(2002) are of the view that leadership is “The ability of an individual to influence, 
IJRESS Volume 2, Issue 3 (March 2012) (ISSN 2249-7382) 
 
 International Journal of Research in Economics & Social Sciences 119 
 http://www.euroasiapub.org  
motivate, and enable others to contribute towards effectiveness and success of the organization” 
(House et al., 2002 p. 184) 
Facets of transformational leadership 
The ‘four I’s’ of transformational leadership behavior are as follows (Bass & Avolio, 1994) 
Idealized Influence 
“Transformational leaders have associates who view them in an idealized way, and as such, these  
leaders wield much power and influence over their followers” (Bass & Avolio, 1997, p. 28). 
Idealized influence  means influencing by being a role model, raising followers’ pride, following 
high ethical standards and moral values. These leaders strive for high performance, actualize 
their expectations from people and can be relied to do only the right thing. Those leaders are 
consistent in their actions and hence are trusted by the followers. They share risks with the 
followers and hence gain their confidence. They can fight with the hurdles and create vision 
ownership in the mind of the followers. They are highly competent and enjoy personal integrity. 
These leaders do not use power for their own sake. Followers admire and respect the leader and 
try to imitate them.  
As idealized influence includes components of attributes and behavior both, this “I” can be further 
classified in to two categories:  
(a) Idealized Influence Attributed (b) Idealized Influence Behavior  
Inspirational Motivation 
Transformational leaders help followers in understanding the importance of their work and 
challenge them which in turn motivate and inspire the followers. Inspirational motivation (IM) is 
the ability to create and share the future vision in an attractive and persuasive manner. This 
vision is based on the most important needs of the followers and is in the shared language. In 
addition, inspiring leaders creates positivity about attainment of goals and translation of efforts 
into required results. “Often, inspiration can occur without the need for identification of 
associates with the leader” (Bass & Avolio, 1997, p. 28). 
Intellectual Stimulation 
The third I of Transformational leadership is Intellectual Stimulation (IS) ideas and values 
including different types of involvements. The source of stimulation is questioning premises, 
restructuring   problems   and demanding duties. They are given new lenses to see their old 
problems, rethink about their beliefs and sometimes of the leader too. Criticism on one’s work is 
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not done publicly. Creativity supportive environment is created therefore the followers develops 
the ability manage their problems. The leader becomes the source of awareness for point of 
views, imagination, beliefs and the held values. “Nothing  is  too  good,  too  fixed,  too  
political,  or  too  bureaucratic  that  it  can’t  be challenged, changed, retired, and/or abandoned” 
(Avolio, 1999,p.46). 
Transformational leaders become “intellectually stimulating to the extent that they can discern, 
comprehend, conceptualize, and articulate to their associates the opportunities and  threats  
facing  their   organization,  as  well  as  its  strengths,  weaknesses,  and comparative 
advantages” (Bass & Avolio, 1997, p. 29). Intellectual Stimulation in fact challenges the status 
quo of the organization (Bass, 1985). 
Individualized Consideration 
In Individualized consideration (IC) leaders acts as a mentor who recognizes needs of each 
individual which may be of achievement and/or  of growth this allows followers to raise their 
potentials. These leaders are considerate to everyone, listen to everyone, develop them by 
assigning tasks, and provide continuous feedback so that information reaches them in a timely 
manner. “Delegated tasks are monitored to see if the followers need additional direction or 
support and to assess  progress;  ideally,  followers  do  not  feel  they are  being  checked”  
(Hinkin  & Tracey, 1999, p. 109). It accepts that individuals are different in terms of their needs 
of autonomy, motivation, delegation, responsibility, structure and guidance required. 
Subordinates are considered as unique individuals and are not limited to their role as employees. 
One-on-one relationship is the focus of Transformational leaders through IC. 
The above mentioned four facets or four I’s explain the transformational leader. “Yet 
transformational leaders vary widely in their personal styles” (Bass, 1990, p.23) which make the 
transformational leader nonexistent instead transformational leaders use more transformational 
behaviors than the transactional ones. So, they can be exceptionally charismatic and less 
intellectually stimulating or vice versa. 
Transactional Leadership 
According to Bass (1985) the leader who follows the existing system and the values of culture 
can be called transactional leader. He is the one who explains the performance standards and 
rewards for achieving those standards, has tendency of avoiding risks pays attention to 
agreements, is an effective worker in an environment which is predictable and relatively stable.  
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“Transactional leadership refers to the exchange relationship between leader and follower to meet 
their own self-interests” (Bass, 1999, p. 10).  
Hence, transactional leadership entails behaviors and attitudes which emphasize quality of 
exchange among superiors and followers. In order to attain the required results, discussion 
between leader and followers takes place regarding available resources or conditions required. 
This negotiation has to be fair and should attain mutual agreement. Duties, responsibilities and 
expected performance are communicated to each person by the transactional leaders so that 
everybody understands that they will receive rewards only when they perform according to the 
expectations.  
“Transactional leaders offer inducements to move in the direction desired by the leaders, which 
often is a direction that would also satisfy the self-interests of the followers” (Avolio, 1999, p. 
35). They set goals, provide clear instructions, communicate about organizational structure and 
situation, and perform the controlling function. Their strategy is to choose from positive or 
negative reinforcement contingent on the followers’ performance. Hence this leadership, in its 
constructive sense, means dealing with individuals by setting goals and reaching the consensus, 
revealing the competencies and deciding the rewards to be given in recognition of the required 
performance. Transactional leadership, in its corrective sense, means identification and 
management of mistakes after these have happened or ahead of time (Bass & Avolio, 1997).  
Transactional leadership is widely acknowledged and applied form of the leadership but still 
questions are raised regarding the motivation of followers and in result the long-term success of 
the organization (Yammarino & Bass, 1990). Thus transformational leadership should be added 
to transactional leadership (Bass, 1985). 
Facets of Transactional Leadership 
Transactional leadership is based on the exchange theory (Currivan, 1999) because relationship 
between leader and follower is based on the reinforcement whether negative or positive. In this 
sense it is quite opposite to the transformational leadership. “Transactional leadership occurs 
when the leader rewards or disciplines  the  follower,  depending  on  the  adequacy of  the  
follower’s  behavior  or performance” (Avolio, 1999). Following are its three behavioral 
components:  
Contingent Reward (CR) 
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CR provides the foundation for transformational leadership (Bass and Avolio, 1995). The term 
can be defined as dependent reward that enables the followers of leaders to analyze the 
consistent behaviors of their beloved leader.  “The  leader  assigns  or  secures agreements on 
what needs to be done and promises rewards or actually rewards others in exchange for 
satisfactorily carrying out the assignment” (Avolio, 1999, p. 49). The leader associates the 
reward with the follower need requirements in order to accomplish desired goal and outcomes. 
Thus the followers can trust on the reward given by the organizational leader, managers and 
supervisors.  
Management by Exceptions (MBE)    
MBE  describes as a reactive leader who reacts if any things go wrong (Bass, 1990, p. 20). Thus 
the reward for the follower is to keep quite and do no criticize on follower if some major 
problem is not going on. Management by exception can be performed by the leader in an active 
or a passive way. MBE will be active if action taken before things goes wrongs, contrarily; MBE 
will be passive if the action will be taken after the problem has been encountered. (Bass & 
Avolio, 1994) Thus bases on these two types of mangers can be defined. “The active manager 
arranges to monitor and correct deviations; the passive manager waits for them to occur before 
taking corrective action” (Bass & Avolio, 1993, p. 61). Although these components display a 
broad range of leadership behaviors, there is more to leadership than described earlier. Avolio 
(1999) therefore uses a full range rather than using these concepts of transformational and 
transactional leadership individually, suggesting that other aspects of leadership which are yet to 
be discovered will enhance the range of leadership processes in organizations. However, 
leadership components that have already been identified are not part of the full range of 
leadership as described by Bass, Avolio (1993), and colleagues. In extension to the 
conceptualization of the optimal and sub-optimal leadership profile, Bass   and   his   colleagues 
argue that, as already mentioned, the addition of transformational leadership to transactional 
leadership leads to extra effort being made by the followers and therefore results in superior 
performance.  This is called the augmentation effect of transformational leadership. 
Job Satisfaction: 
Perhaps over the last few decades of research job satisfaction is a phenomenon which has been 
explored, investigated and explained by most of the researchers in organizational research more 
than any other phenomenon in this domain. The concept was defined and, measured and 
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evaluated both as an idea of multifaceted dimensions as well as a global construct (Price, 
1997).Consequently job satisfaction can be defined as “an agreeable or constructive emotional 
feeling which ultimately results from an individual/employee’s appraisal of the job and the job 
experience’’ Locke (1976, p. 1304). In other words to what extent the expectations of an 
employee on his job are being met by the employers or the organization and moreover what 
value an organization assigns to its employees. Based on the contributions made by Herzberg, 
(Mausner & Snyderman, 1959), management scientists have studied, comprehended, and defined 
the job satisfaction as a construct with two different facets i.e. Intrinsic which is described as the 
satisfaction level of an employee with job related features itself and the Extrinsic one which can 
be explained as the satisfaction level of an employee in regard to various features directly linked 
with the environment in which the job is being performed. (Bogler, 2001; Dinham & Scott, 
2000). 
Organizational Commitment: 
Numerous management scientist have defined and interpreted organizational commitment in 
their own different ways, e.g., Kanter (1968), defines it as “as the willingness of employees to 
dedicate themselves, their energies and loyalties to an organization”. Porter et al. (1974) define 
organizational commitment as “a relative strong point of employees’ recognition with and 
participation in a certain organization.”  Porter, Steers, Mowday, and Boulian (1974) viewed 
organizational commitment as “the strength of the individual identification with and involvement 
in a particular organization.”. Keeping in view the literature available on organizational 
commitment Angle & Perry (1981), have defined it as “a theory having two dissimilar facets, 
including value commitment and the other one as a commitment of staying with the organization 
(Angle & Perry, 1981).  Over past few decades organizational commitment of employees at 
workplace has received unprecedented attention and focus of management scientists and the only 
reason behind it is that, the organizational commitment is considered to be the major antecedent 
of organizational performance of employees at workplace (Angle, 1981; Riketta, 2002) and 
effectiveness of followers (Miller, 1981). Dissatisfied employees are likely to be less committed 
towards the organization thus intending to level the organization and ultimately increasing the 
turnover and finally leading towards less performance and effectiveness of the organizations. In 
case, other opportunities are available they might be quitting as soon as possible or otherwise in 
case opportunities are not available, they might think of withdrawing themselves from the 
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organization mentally as well as physically. This makes organizational commitment so important 
so important in assessment of intentions of employees for quitting or otherwise withdrawing 
themselves from the organizations.  
In this study we conceptualized the organizational commitment as a mediator which intervenes 
between the two leadership styles i.e. transformational and transactional and the two behavioral 
outcomes i.e. job performance of an employee and job satisfaction. 
Job Performance 
Performance of an employee at his/her workplace is a point of concern for all the organizations 
irrespective of all the factors and conditions. Consequently the employees are considered to be 
very important asset for their organizations. (Qureshi & Ramay. 2006) Ultimate success or failure 
of an organization is determined majorly by the performance of their employees. (Bartlett & 
Ghoshal, 1995).A good performance of the employees of an organization leads towards a good 
organizational performance thus ultimately making an organization more successful and 
effective and the vice versa. (Armstrong & Baron, 1998). There exists a significant correlation 
between organizational commitment and job performance (Randall, 1990; Cohen, 1991).These 
moderators were further investigated and strong correlations between organizational 
commitment and work behavior were found  against self reported and for supervisory report of 
performance. The problems arise for the organizations when they start perceiving that their 
organizations are already performing at their level best and with great efficiency furthermore, 
there is no need for further improvement in their organizations (Summers & Hyman, 2005). 
Hence keeping in view these barriers must be tackled and addressed as they result in 
underdeveloped competencies and more over lead towards, finally the organizational 
ineffectiveness. (Hellriegel, et al., 2000).  
Transformational leadership and Job Satisfaction: 
Earlier studies on job satisfaction and transformational leadership have shown that initiating 
structure and individualized consideration have a direct impact on the employees’ job 
satisfaction (Griffin & Bateman, 1986; Steers & Rhodes, 1978). Moreover the studies reveal that 
behavior of leadership has a direct influence on job satisfaction (Bogler, 2001; Dinham & Scott, 
2000; Morris & Sherman, 1981; Ostroff, 1992).For instance Maeroff (1988) suggested that there 
exist a positive correlation between participative decision making and transformational 
leadership. Further this revealed that those employees/followers/subordinates exhibit more job 
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satisfaction at their workplace whenever they perceive their managers as sharing the information, 
delegating the authority and keeping an open channel of communication with all their 
followers/subordinates. In addition to that Morris and Sherman (1981) suggested that leadership 
affected the job satisfaction and motivation. In the same manner, Bogler (2001), reported that 
transformational leadership was found to have a strong positive impact on job satisfaction of 
employees in Israel’s’ work settings.  In the current study job satisfaction of employees has been 
taken as an outcome variable/dependent variable in relation with the two major leadership styles 
i.e. transformational and transactional leadership. If the same construct is investigated in the 
context of Bass s’contributions, (Bass 1985), it becomes evident that first, transformational 
leadership intrinsically effects the job satisfaction level of an employee, second transformational 
leaders encourage their followers to be more responsible and autonomous. Hence based on these 
findings, as transformational leaders are more focused on individual development of their 
followers/subordinates and pay personal attention and invidualized consideration on the careers 
and lives of their subordinates hence they perceived to be more acceptable and hence resulting in 
more job satisfaction of their employees 
Hence the current study has been carried out keeping in view the following two major points. 
1. What is the influence of transformational and transactional leadership on job satisfaction, 
organizational commitment, and job performance in Pakistan’s’ Telecom sector. 
2. To what extent does organizational commitment mediate the effects of transformational and 
transactional leadership on job satisfaction, and job performance in Pakistan’s’ Telecom sector. 
Earlier studies favors the view that leader/subordinate relationship foster a positive tendency due 
to the ability of transformational leadership style to impart the sense of accomplishment and 
achievement which is possible through increased job satisfaction. Based on these arguments and 
earlier studies, this study hypothesizes that: 
H1: “Transformational leadership will be positively related to subordinate’s job satisfaction”. 
Transformational Leadership, Organizational Commitment and Job Satisfaction:  
Numerous studies have suggested in past that the leadership style have an effect on the 
organizational commitment (Bycio et al., 1995; Koh et al., 1995; Kushman, 1992; Reyes, 1990; 
Rosenholtz & Simpson, 1990).In their study Bycio et al. (1995) proposed that leadership styles 
like idealized influence, intellectual stimulation and individualized consideration were reported 
to be more associated with an increased level of organizational commitment than the other 
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factors like management by exceptions(MBE), Contingent rewards(CR) and Laissez faire(LF) 
which collectively make up transactional leadership. Later on Koh et al. (1995) proposed in their 
study that that transformational leadership was having an impact on the organizational 
commitment of the teachers. The variables like individualized consideration and charisma were 
found to have more impact on the organizational commitment. Generally it is considered that 
transformational leadership was reported to have more impact on organizational commitment as 
compared with the transactional leadership. When the same construct of organizational 
commitment is investigated in specific context of Bass s’ contributions it becomes evident again 
that transformational leadership exhibit a strong positive correlation with the transformational 
leadership and its correlation is more stronger as compared with the transactional leadership as in 
the transformational leadership, feeling of strong affiliation and attachment exist. 
Therefore, based on previous literature available it becomes clear that there exists a positive 
relationship between transformational leadership and organizational commitment of the 
employee and these arguments, supported by literature, shore up the next hypothesis of the study: 
H2: “transformational leadership will be positively predict the organizational commitment of the 
subordinate” 
Further, it has been argued that organizational commitment has a positive influence on the job 
satisfaction of the employee because employees who are more committed with the organization 
tends to deal fairly since they have perceived satisfaction with their job and with organization 
and this has also been investigated in previous studies where organizational commitment has 
been explored as an antecedent to job satisfaction (Mathieu & Zajac, 1990; Meyer & Allen, 
1997; Reyes, 1990). This notion leads to next Hypothesis of the study: 
H3: “Organizational commitment is positively related to job satisfaction”. 
This study also aims to explore the mediating effect of organizational commitment on the 
relationship of transformational leadership and job satisfaction which has been Hypothesize 
below: 
H4: “Organizational commitment intervenes the relationship of transformational leadership and 
job satisfaction”. 
Transactional Leadership and Job Satisfaction:  
As there exist a rare literature available which clarifies the nature of relationship between 
transactional leadership and job satisfaction? Even though a few studies conducted in different 
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work settings have given an idea of the relationship between transactional leadership and 
organizational commitment. For instance Bass (1985) is of the view that there exist a positive 
relationship between the transactional leadership and job satisfaction of the employees. 
Moreover Bass and Avolio (1979) suggested that transactional leadership contributed to the job 
satisfaction of the employee at their workplace less than that of transformational leadership. In 
another study conducted by Bass, it was reported that in management by exception (active) it is 
perceived by the employee that the  manage/leader is apt to look for the errors and mistakes of 
the employee at the conscious level and on other side in management by exception (passive) it is 
assumed that the manager is least bothered and concerned and most of the time indifferent with 
the workplace deviations and shows less commitment and hence consequently the level of 
commitment of an employee also falls down. In this kind of environment where manager is all 
the times indifferent with the employee’s behaviors it is considered that one such mistake 
outweighs another ten triumphant achievements. The research findings of earlier studies revealed 
the conception that subordinate are inclined to be satisfied with the job through effective 
transactional style of leadership. On the basis of this literature, this study hypothesizes that: 
H5: “Transactional leadership will positively predict the job satisfaction of the subordinates” 
Transactional Leadership, Organizational Commitment and Job Satisfaction:  
Prior studies have proved that transactional leadership characteristics were less associated with 
the subordinate’s organizational commitment as compared with the transformational 
characteristics including the four I’s, Bycio et al. (1995). Transactional as well as 
transformational leadership was found to have an influence on the organizational commitment in 
the prior studies including Koh et al. (1995). In more simple words the effect of transformational 
leadership characteristics was more as compared with the transactional one. 
With specific context of Bass’s work, if organizational commitment is evaluated, more 
interesting realities are revealed from there. For instance, employees are less likely to be 
committed with their work and workplace for the simple reason as they do not like the managers 
who tries not to get involved with the subordinates/followers unless a serious situation 
arises(management-by-exceptions). 
Over past few years most commonly researched and popular topics of the employee attitude are 
organizational commitment and job satisfaction (Porter et al., 1974; Kanungo, 1982).In previous 
literature the term organizational commitment has both been studied as a mediator as well as an 
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outcome variable. In most of those studies job satisfaction has been studied as an antecedent to 
the organizational commitment (Mathieu & Zajac, 1990; Meyer & Allen, 1997; Reyes, 1990). 
Researchers belonging to this school of thought take their position as assuming implicitly that 
employees who are most satisfied with their current job tend to be more committed towards the 
organization and the vice versa (Currivan, 1999). Hoewever the other school of thought of 
researchers which believes that organizational commitment is an antecedent to the job 
satisfaction of employees at their workplace (Bateman & Strasser, 1984; Vandenberg & Lance, 
1992). The logic behind their arguments is that the employees are, all the times, trying their best 
to adjust their level of job satisfaction in order to be consistent with the recent level of 
organizational commitment. To known exactly about the causal ordering of these two variables is 
very important theoretically as well as practically. Tow theoretical implications can be found out. 
First, in previous studies both of these variables i.e. organizational commitment and Job 
satisfaction have been taken on as dependent variables. For instance if organizational 
commitment is taken as antecedent to job satisfaction as proposed by Bateman and Strasser 
(1984) the researches conducted on job satisfaction omit job satisfaction are hereby employed 
misspecified models, resulting ultimately in invalid inferences full of errors. The same kinds of 
logics are applicable to the organizational commitment in the same manner. 
Secondly, job satisfaction and organizational commitment are relevant especially in the models 
attempting to describe the processes with which the experience of work of an 
individual/employee affects numerous outcomes like turnover and absenteeism. For example, job 
satisfaction and organizational commitment both are the major contributors and determinants to 
attend the workplace which ultimately affects the absenteeism, Steers and Rhodes (1978). Later 
on Price and Mueller (1986) suggested in their studies that organizational commitment plays a 
mediating role between job satisfaction and turnover which suggests that job satisfaction is to be 
placed prior to organizational commitment. Additionally if researchers were treating the both 
variables as instantaneous determinants of one dependent variable there would have been a fear 
of overlooking the causal impacts made up of both direct and indirect effects. 
Although, scholars have not given a considerable amount of attention to this conception of 
exploring the effect of transactional leadership style on job satisfaction yet seems logical that if 
employee is satisfied with the transactional leadership style and since satisfaction is through 
organizational commitment, transactional leader do have the ability to make their subordinate 
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committed and these arguments and literature give a strong ground to this study’s next 
hypothesis i.e.: 
H6: “transactional leadership will positively predict the organizational commitment of the 
subordinate”. 
As compared to previous consideration of the study about mediating effect of organizational 
commitment on the relationship of transformational leadership and job satisfaction, the same 
mediating effect should also been investigated on the relation of transactional leadership style 
and job satisfaction to explore a comparative result of which leadership style is more effective in 
organizations of developing countries. These arguments justify the next Hypothesis of the study: 
H7: “Organizational commitment mediates the relationship between transactional leadership 
and job satisfaction”. 
Transformational Leadership & Job Performance: 
The available literature supports the argument that there exist a strong relationship between the 
two leadership styles i.e. transformational leadership, transactional leadership, and job 
performance of an employee (Avolio, 1999; Bass, 1998), e.g. ratings done by the 
subordinates/followers about the issue found out that transformational leadership was having a 
positive correlation with supervisory evaluations of the performance of manager and 
management. (Hater & Bass, 1988; Waldman, Bass, & Einstein 1987). Some confirmatory 
analysis about the same relationship between transformational leadership and performance have 
also been reported by a meta analysis by Lowe, Kroeck, and Sivasubramaniam (1996) and 
Patterson, Fuller, Kester, and Stringer (1995).These studies reported that there exist a positive 
relationship between the transformational leadership style and job performance of an employee. 
Although the data collected in both Meta analysis was reported to be done at the same point of 
time and from the same kind of source as well. Lowe et al’ (1996) suggested that the mentioned 
effect of having the common source which created the biasness resulted in inflation of the 
relationship existing between transformational leadership and performance as suggested by many 
researchers in the earlier literature. They also suggested that if rating of the leadership and 
performance of employee were gathered from multiple sources rather than basing on the same 
source the estimated true score correlations will still be positive and considerably low. In another 
meta analysis by DeGroot, Kiker, and Cross (2000) related with transactional and 
transformational leadership also reconfirmed the positive relationship that existed between 
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ratings of transformational leadership and job performance of employees as reported earlier on in 
the previous studies. The relationship between charismatic leadership and performance was also 
reported to be varying if the same relationship is tested at an individual versus group analysis 
which suggests that  the “results show an effect size at the group level of analysis that is double 
in magnitude relative to the effect size at the individual level” (DeGroot et al., 2000, p. 363 ; 
Summers & Hyman, 2005). 
Geyer and Steyrer,(1998) while conducting a study in the banking sector proposed that a strong 
relationship between performance and transformational leadership exists because of the simple 
reason that the transformational leaders create more inspirational and committed culture in their 
organizations which results in increased performance of the subordinate. This literature 
rationalizes the study’s next hypothesis:  
H8: “There is positive relationship between transformational leadership and subordinate’s job 
performance”. 
Transformational Leadership, Job Performance and Organizational Commitment: 
Numerous isolated studies have already been carried out exploring the relationship between 
transformational leadership and job performance, (Avolio, 1999; Bass, 1998 ;Hater & Bass, 
1988; Waldman, Bass, & Einstein 1987 ;DeGroot, Kiker, and Cross, 2000), organizational 
commitment and job performance (Meyer, 1997 ;Bashaw and Grant, 1994 ;Benkhoff, 1997 
;Meyer et al., 2002), and transformational leadership and organizational commitment (Bycio et 
al., 1995; Koh et al., 1995; Kushman, 1992; Reyes, 1990; Rosenholtz & Simpson, 
1990).However no study which explains the relationship between the transformational leadership 
and job performance with a mediating effect of organizational commitment has been explored as 
yet. In the previous studies mixed findings exist to explore the relationship between performance 
and commitment (Meyer, 1997). However several studies suggest that there exist a positive 
correlation between job performance and organizational commitment (Bashaw and Grant, 1994; 
Benkhoff, 1997).In insurance and retail sector the same relationship was found to be negative 
between the mentioned variables (Leong et al., 1994). However, the relationship between these 
two variables was found to be a weaker one in meta analysis conducted by Mathieu et 
al’(Mathieu and Zajac, 1990) and moreover the same relationship was reported to be a mixed in 
another meta analysis conducted by Meyer et al in psychology literature (Meyer et al., 2002) 
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Such mixed prior results within a phenomenon that is seemingly straightforward warrant further 
study. The intent behind conducting this study is to further explore the relationship between 
organizational commitment and job performance as no clear evidence on the prior studies 
especially conducted in Pakistani context can be found. Hence the study will further remove the 
ambiguities that still exist in the literature on the relationship between these two variables.  So, 
study’s next hypothesis is:  
H9:  “Organizational commitment is positively related to job performance”. 
Employees who are more satisfied with the job and additionally are committed with the 
organizations are more inclined to high performer as they tend to work hard and tried to strive 
stiffed for betterment of the organization and this leads to the next Hypothesis of the study that:  
H10: “Organizational commitment mediated the relationship of transformational leadership and 
job performance”.  
Transactional leadership & job performance: 
In prior literature the evidences have been found out thus clearly delineating the positive impact 
of transactional leadership on job performance as in transactional leadership the leader is more 
focused on enhancement the performance of the employee rather than focusing on the 
transformation of personality as it is found in transformational leadership. A transactional leader 
is more focused on increasing the current level of performance thus ensuring the accomplishment 
of objectives and goals in a more efficient and effective manner. Bass (1985) proposed in his 
studies that transactional leader/leadership is more focused on building the relationship between 
managers and the subordinates or leaders and the followers in the sense that they specify 
expectations from their employees/subordinates, clarify their roles and moreover give the credit 
to them for their accomplishments once they have met the expectation level in term of their 
performance. Moreover the prior studies have suggested that there exists a sufficient support 
from the literature that there exist some kinds of direct and indirect relationship between 
transactional leadership (contingent rewards) and the job performance of an employee. As the 
earlier literature on leadership suggests that the transactional leadership mainly pertains with 
internal motivators which relates with the transformational leadership( Goodwin et al. 2001) 
hence in this context it can easily be concluded that such kind of transactional leadership where 
recognition is more individualized proves to be a bridge to transformational leadership. Bass 
suggested that the two leadership styles i.e. transformational and transactional have a direct 
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effect on motivation and performance of the employees directly especially the role of 
transactional leadership is more important in terms of increasing the job performance of an 
employee at his/her workplace Bass (1985). On the basis of this, the next hypothesis of the study 
is: 
H11: “Transactional leadership positively predicts the job performance of the subordinates”. 
Transactional Leadership, Job Performance and Organizational Commitment: 
Although not much has been done which validates the relationship between organizational 
commitment and job performance yet there exist mixed findings about the relationship between 
organizational commitment and job performance (Meyer, 1997). Earlier studies have found out a 
positive relationship between job performance and organizational commitment in several studies 
like (Bashaw and Grant, 1994;Benkhoff, 1997). The same relationship has been found to be 
negative in insurance sector (Leong et al., 1994). In addition to that the same relationship was 
found to have a weak relationship between organizational commitment and job performance 
(Mathieu and Zajac, 1990) while mixed results were again found out in a meta analysis 
conducted by Mayer (Meyer et al., 2002). This study intended to explore the mediating effect of 
organizational commitment on the relation of transactional leadership and job performance of the 
employee and the same has been Hypothesize as:  
H12: “Organizational commitment mediates the relationship of transactional leadership and job 
performance”.  
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RESEARCH MODEL 
METHODOLOGY 
Sample and data collection: 
A total sample of 207 was collected through self administered questionnaire method from the 
first line and middle level managers belonging to the telecom sector of Pakistan using convenient 
sampling technique. The sample of 207 was selected using N-Query software. In previous 
studies conducted on the leadership and in telecom sector the sample size varied within the 
ranges of 100-200 (Kashif et al., 2011, Bodla M. A.,& Nawaz Mussarrat, 2010). Initially 315 
questionnaires were handed over to the employees working in Telecom sector but only 223 
questionnaires were returned making the response rate 71%. 
MEASURES 
Transformational Leadership:  
All the items included in the questionnaire in order to measure the Transformational Leadership 
have been taken from the Multifactor Leadership Questionnaire (MLQ) developed by (Bass & 
Avolio, 1979). In total there are 19 items which have been used to measure the Transformational 
Leadership and have been rated on a 5 point Likert Scale. This scale ranged from 1 = Strongly 
Disagree to 5 = Strongly Agree.  The reliability analysis revealed value of cronbach alpha ( α = 
0.672) with this data. 
Transactional Leadership:  
13 items scale of  MLQ by (Bass & Avolio, 1979) was used to measure the transactional 
leadership  on same 5 point Likert scale. The reliability analysis revealed value of cronbach 
alpha (α = 0.640) with this data.  
Job Performance:   
To measure the performance of the employees a 6 item scale from the study of ( Roe et al, 1995) 
was adopted. the respondents were asked to rate their own performance based on the following 
six dimensions. The reliability analysis revealed value of cronbach alpha (α = 0.840) with this 
data. 
Job Satisfaction:   
To measure the satisfaction of the respondents with the job a 5 item measure adopted from 
Minnesota Satisfaction Index was used. The reliability analysis revealed value of cronbach 
alpha (α = 0.771) with this data. 
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Organizational   Commitment:   
To measure overall commitment of the respondents with their organization revised version of 6 
item scale by Taillieu (1987) was used. The reliability analysis revealed value of cronbach alpha 
(α = 0.659) with this data. 
Control Variables:  
To check the control variables in this study, One-way analysis of variance (ANOVA) were conducted 
where the results revealed significant differences across outcomes by age of the respondent only. So this 
variable was considered as control variable during further analysis. Rest of the demographic variables did 
not show significant influence on outcomes that is the reason they were not controlled for the purpose of 
analysis.  
Analysis 
Table 1: Correlation Analysis 
Correlation Analysis 
  
Job 
Performance 
Job 
Satisfaction 
Org. 
Comitmnt 
Transform
.  
Leader. 
Transac.  
Leader. 
Performance 
 1         
Job Satisfaction 
 .134** 1       
Organizational 
Commitment .105* .433** 1     
Transformation
al Leadership .152** .603*** .431** 1   
Transactional 
Leadership .107** .385** .281** .574** 1 
 
N = 207.  
***Correlation is significant at the 0.001 level (2-tailed) 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
 Correlation analysis has been conducted in order to operationalize hypothesis of the study and 
results supported most of the hypothesis formulated in this study. The results of the study’s first 
hypothesis, “Transformational leadership will be positively related to subordinate’s job 
satisfaction”, revealed a significant positive relationship between both variables Value of 
correlation coefficient r = 0.603 which showed a strong positive correlation at p < 0.000 level of 
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significance resultantly accepting the hypothesis 1 of the study. Results of hypothesis 2 of the study 
revealed that value of correlation coefficient r = 0.433 at p < 0.01 which shows significant positive 
correlation between both above mentioned variables thus accepting the 2nd hypothesis of the 
study. Later on, for hypothesis 3 of the study was accepted as result of the value of correlation 
coefficient to be at 0.433 and p<0.01 which showed significant and positive correlation among 
the variables. Then for testing hypothesis H5 i.e. “Transactional leadership will positively 
predict the job satisfaction of the subordinates” the correlation of transactional leadership and 
job satisfaction was tested which showed significant and positive correlation of r = 0.385 with a 
significant level of .01 as a result of which the said hypothesis is also accepted. Similarly, 6th 
hypothesis of the study, “transactional leadership will positively predict the organizational 
commitment of the subordinate”, revealing significant and positive correlation of r = 0.281 and 
significant level of .01 was accepted as result of the values of the coefficient correlation and 
significance level. Then, for testing hypothesis 8 which stated, “There is a positive relationship 
between transformational leadership and subordinate’s job performance”, the correlation of 
transformational leadership and job performance was tested which showed significant and 
positive correlation of .152 with a significant level of .01 thus finally accepting H8. Similarly, 9th 
hypothesis of the study i.e. “Organizational commitment is positively related to job 
performance” revealed a positive correlation between both variables. The value of correlation 
coefficient was found to be r = 0.105 and p<.05 lead us to accept the hypothesis 9 of the study. 
Then for testing 11th hypothesis which states that “Transactional leadership positively predicts 
the job performance of the subordinates”  the correlation of transactional leadership and job 
performance was tested which showed significant positive correlation of .107 with a significant 
level of .01 thus finally accepting the hypothesis 11 of the study. 
Regression Analysis: 
Regression analysis was used in order to investigate the impact of independent variables on the 
dependent variables by using version 17 of SPSS. First of all, the independent (transformational 
leadership & transactional leadership) variables were regressed with the dependent (job 
performance, job satisfaction) variables.  
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Table 2: Regression Analyses 
 
N = 207.  
***Correlation is significant at the 0.001 level (2-tailed) 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
Hypothesis 8 also analyzed through regression analysis. The value of R2 while regressing 
transformational leadership and job performance was 0.23 which shows that 23% of variation in 
job performance is explained by transformational leadership and remaining by other factors. 
Value of β = .152 at significant level of .05 showed a positive impact of transformational 
leadership style on job performance of the employees. On the basis of the β value and its 
significance, Hypothesis 8 also accepted. Hypothesis 9 of the study has also got support from the 
results. The value of R2 while regressing the organizational commitment and job performance 
was 0.11 which shows that 11% of variation in dependent variable (job performance) is 
explained by this independent variable (organizational commitment) and remaining by other 
factors. Whereas, β showed a value of .105 which was significant at .05 significant level. So, 
results support in accepting this hypothesis of the study.  
The value of R2 while regressing the other independent variable i.e. transactional leadership and 
job performance, for Hypothesis 11, was found 0.01 which shows that only 1% variation in job 
performance is explained by transactional leadership style. Value of β is found 0.107 which is 
significant at p < 0.05 showing a weak positive impact of transactional leadership on employee’s 
job performance. So, this hypothesis is also accepted. 
 
 
 
 
 
Predictor variables 
Job Performance 
Β R2 Significance 
Transformational  leadership .152* 0.023 0.04 
 Transactional leadership .107** 0.011 0.01  
Organizational commitment .105* 0.110 0.05 
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Table 3: Regression Analyses 
 
 
 
 
 
 
N = 207.  
***Correlation is significant at the 0.001 level (2-tailed) 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
Results of regression analysis showed a significant support for proposed hypothesis of the study. 
Results of regression analysis for first hypothesis revealed the value of R2, while regressing 
transformational leadership and job satisfaction, was 0.36 which shows that 36% of the variation 
in job satisfaction is explained by transformation leadership and remaining by other factors. 
Whereas, β showed a value of .603 which was significant at .001 significant level (highly 
significant). On the basis of the β value and its significance we accept our first hypothesis i.e. 
“Transformational leadership will be positively related to subordinate’s job satisfaction”. 
The value of R2, while regressing the organizational commitment and job satisfaction, for third 
hypothesis, was found 0.187 which shows that 18% of the total variation in dependent variable 
(job satisfaction) is explained by this independent variable (organizational commitment). 
Whereas, β showed a value of .433 which was significant at .001 significant level (highly 
significant). On the basis of the β value and its significance, we conclude that our H3 which 
states that “organizational commitment will be positively related to job satisfaction” is accepted. 
Hypothesis 5 of the study has also got support from the results. The value of R2 while regressing 
the transactional leadership and job satisfaction was 0.15 which shows that only 15% of variation 
in dependent variable (job satisfaction) is explained by this independent variable (transactional 
leadership). Whereas, β showed a value of .385 which was significant at .001 significant level. 
On the basis of the β value and its significance, we accept H5 which is “Transactional 
leadership will positively predict the job satisfaction of the subordinates”. 
 
 
 
Predictor variables 
Job Satisfaction 
Β R2 Significance 
Transformational leadership .603*** 0.363 0.001 
 Transactional leadership .385*** 0.148 0.001  
Organizational commitment .433*** 0.187 0.001 
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Table :4 Regression Analysis 
 
 
 
 
 
 
 
N = 207.  
***Correlation is significant at the 0.001 level (2-tailed) 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
The value of R2, while regressing the transformational leadership and organizational 
commitment for second hypothesis, was 0.19 which shows that 19% of the total variation in 
dependent variable is explained by this independent variable. Whereas, β showed a value of .431 
which was significant at .001 significant level (highly significant). On the basis of the β value 
and its significance, we conclude  that our H2 which states that “transformational leadership will 
positively predict the organizational commitment of the subordinate”  is accepted.  
The value of R2 while regressing transactional leadership and organizational commitment was 
0.08 which shows that 8% of the total variation in organizational commitment is explained by 
transactional leadership and remaining by other factors. Whereas, β showed a value of .281 
which was significant at .001 significant level (highly significant). On the basis of the β value 
and its significance, H6 which states that “transactional leadership will positively predict the 
organizational commitment of the subordinate” is accepted. 
Regression analysis supported the proposed hypothesis of the study enabling the researcher to 
check the mediating effect of organizational commitment on the relationship of leadership styles 
(Transformational and Transactional) and job outcomes (Job Satisfaction and Job Performance). 
Barren and Kenny (1986) suggest three conditions of mediation which should be fulfilled in 
order to investigate the mediated effect of any variable.  First, there should be a significant 
relationship between dependent and independent variable. Second, there should be significant 
relationship between independent variable and mediator and third, there should be a significant 
relationship between mediator and dependent variable (Barren & Kenny, 1986). All three 
conditions are supported by results of the study whereby, significant relationship found for these 
Predictor variables 
Organizational commitment 
Β R2 Significance 
Transformational  leadership .431*** 0.186 0.001 
 Transactional  leadership .281*** 0.079 0.001  
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variables enabling the researcher to check the mediation effect of organizational commitment. 
So, mediated regression was conducted for this purpose. 
Table 5: Mediated Regression 
TABLE  
Results of Mediated Regression Analyses 
 Job Performance Job Satisfaction 
Predictors β R² ∆R² β R² ∆R²        
Transformational & outcomes 
Step 1: Control Variables  .05   .04  
Step 2: Organizational commitment  .152* .023 .018*    .603*** 0.363 .359*** 
Step 3: Transformational Leadership .119 .061 .011 .506 0.400 .199 
Transactional & outcomes 
Step 1: Control Variables  .04   .03  
Step 2: Organizational commitment .107**             .011 .01** .385** .148 .145** 
Step 3: Transactional Leadership 0.03** .055 .010** .276** .271 .089** 
N = 207.  
***Correlation is significant at the 0.001 level (2-tailed) 
** Correlation is significant at the 0.01 level (2-tailed) 
* Correlation is significant at the 0.05 level (2-tailed) 
For the mediation analysis the stepwise multiple regression analysis was conducted by using 
SPSS 17. The above table shows the values of the mediation analysis. This analysis was 
conducted in three steps i.e. in the first step the control variable was taken where as in the second 
step the mediator was taken and in the third and the last step the independent variable was taken. 
The hypothesis were either accepted or rejected on the basis of the significance level and value 
of change in R2. 
In the first case, the hypothesis H10 i.e. “Organizational commitment mediated the relationship 
of transformational leadership and job performance” was tested. The Beta value in the third step 
is 0.119 and it was highly non-significant and the value of change in R square was also non-
significant and approaches to zero fulfilling both the requirements for proving full mediation i.e. 
if we control mediator through mediation regression analysis, it change the significant 
relationship between dependent and independent variable to an insignificant relation which 
shows that the relationship of dependent and independent variable is through mediator and if we 
try to control the mediator, the relationship of dependent and independent variable will not 
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subsist. So, results of the study supported to prove the full mediation which means organizational 
commitment mediates the relationship of transformational leadership and job performance. 
In the second case the hypothesis H4 i.e. “Organizational commitment intervenes the 
relationship of transformational leadership and job satisfaction” was tested.  The Beta value in 
the third step was 0.506 and it was also found highly non-significant. Moreover, the value of 
change in R square was also approaches to zero resultantly fulfilling both requirements of 
mediation and proving full mediation of organizational commitment in the relationship of 
transformational leadership and job satisfaction of the subordinate.  
In the third case the hypothesis H12 i.e. “Organizational commitment mediates the relationship 
of transactional leadership and job performance” was tested. The Beta value in the third step 
was dropped down to 0.03 form 0.107 but the relationship remains significant at p < 0.01 and the 
value of change in R square was also not reduced much and shows a significant value which 
means both requirements of mediation has not been fulfilled thus rejecting the study’s hypothesis 
12 concluding that mediation of organizational commitment was not proved in the relationship of 
transactional leadership and job performance of the subordinates.  
In the fourth case the hypothesis H7 i.e. “Organizational commitment mediates the relationship 
between transactional leadership and job satisfaction” was tested.  The Beta value in the third 
step was 0.276 and it was highly significant at .001 and the value of change in R square was also 
significant at .001 hence the mediation was not proved for this case as well which shows that 
organizational commitment does not mediate the relationship of transactional leadership and job 
satisfaction of the subordinate. 
CONCLUSION 
Current study aspires to investigate the connection between transactional and transformational 
leadership and job outcomes i.e. job performance and job satisfaction while organizational 
commitment has also been examined as having intervening effect in between leadership styles 
(transformational and transactional) and job outcomes (job performance and job satisfaction). 
Results support most of the study’s hypothesis which were formulated on the basis of literature.  
As predicted, Hypothesis 1 of the study got strong support from results and assist in accepting 
the first hypothesis of the study predicting a strong relationship of transformational leadership 
style with job satisfaction of the subordinate which justify the study’s arguments that 
transformational leaders successfully transforms the behavior of the employees and make them 
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more satisfied as the subordinates are more keen to work under the supportive and charismatic 
leadership.  
Hypothesis 2 was also supported by the data and analysis hence suggesting a strong positive 
relationship between transformational leadership and organizational commitment which means 
that transformational leadership ultimately leads towards increasing the organizational 
commitment of an employee as employee feel more secure in working, staying and being loyal to 
the organization where leadership is more transformational rather just being transactional. 
Hypothesis 3 of the study was also supported from the results and represented a strong 
relationship between organizational commitment and job satisfaction hence leading towards the 
acceptance of the hypothesis, which suggest that organizational commitment leads towards job 
satisfaction. Although a few prior studies had revealed that job satisfaction leads to 
organizational commitment (Bogler, 2001), opponents of the view argue that organizational 
commitment is an antecedent to the job satisfaction. The results favor the second argument hence 
ultimately proving the hypothesis true which signifies that a committed employee will always be 
more satisfied with his/her job more than an employee who is less committed. 
Hypothesis 4 is also got supported by results whereby mediation of organizational commitment 
has been examined on the relationship of transformational leadership and job satisfaction of the 
subordinates. Results of the study proved full mediation and resultantly accepting the hypothesis.  
Hypothesis 5 got strong supports from the data, as a result of which this hypothesis is accepted 
which signifies that transactional leadership and job satisfaction are having a positive 
relationship with each other. In other words, if a leader exhibits  the organizational commitment 
of an employee leads towards the job satisfaction which implies that a more committed employee 
is likely to be more satisfied with his job and the vice versa. 
Hypothesis 6 also got strong support from the data so it assists in accepting the hypothesis 6 of 
the study predicting a strong relationship between transactional leadership and organizational 
commitment which justify the study’s arguments that transactional leadership contributes 
towards the organizational commitment. In other words transactional leaders are likely to effect 
the organizational commitment of an employee in a positive manner. Furthermore, it suggests 
that the contingent rewards, taking the corrective actions etc increase the organizational 
commitment of an employee. 
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Next hypothesis was formulated and aimed at investigating the mediating effect of organizational 
commitment on the relationship of transactional leadership and job satisfaction of the 
subordinates. Since, all conditions (Barren & Kenny, 1986)of mediations have been proved first 
and then mediated regression has been conducted for mediation test but results of the study 
found no mediated impact of organizational commitment on the relationship of transactional 
leadership and job satisfaction resultantly rejecting the Hypothesis 7 of the study.   
Hypothesis 8 was formulated to test the relationship between transformational leadership and job 
performance as a result the data suggested that there exist a strong and positive relationship 
between the both variables thus ultimately accepting the hypothesis. This reveals that if a leader 
is a transformational the follower/subordinate is likely to be more efficient in the job. In other 
words the characteristics of charisma, intellectual stimulation and individualized consideration 
result in increased performance in the job and the vice versa. 
Hypothesis 9 was formulated in order to validate the relationship among organizational 
commitment and job performance. The hypothesis received a strong support from the results and 
lead towards acceptance of the hypothesis predicting a strong positive relationship between 
organizational commitment and job performance which support the study’s assumptions that 
increase in the organizational commitment of an employee leads towards a better performance at 
his/her workplace. This proposes that a committed employee who is loyal with the organization 
is more likely to exhibit a better performance at the workplace while a less committed employee 
will be performing at a lower level as compared with a more committed employee. 
Hypothesis 10 also got supported by results whereby mediation of organizational commitment 
has been examined on the relationship of transformational leadership and job performance of the 
subordinates indicating that transformational leadership had a positive impact on the 
performance of an employee if organizational commitment mediates the same relationship 
between the mentioned dependent and independent variables hence proving full mediation and 
resultantly accepting the hypothesis.  
Hypothesis 11 in the same fashion, got strong support from results and assist in accepting the 
eleventh hypothesis of the study predicting a strong relationship of transactional leadership style 
with job performance of the subordinate which justify the study’s arguments that transactional 
leaders successfully explains increase in performance by making them more involve 
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transitionally and make them better performers at their workplaces as the subordinates are more 
keen about contingent rewards and other factors associated with transaction. 
Hypothesis 12 was formulated with the intent to test a relationship between transactional 
leadership and job performance of the employees at their workplaces with a mediating effect of 
organizational commitment. Since, all conditions of mediations have been proved first and then 
mediated regression has been conducted for mediation test (Barren & Kenny, 1986) but results of 
the study found no significant mediated impact of organizational commitment on the relationship 
of transactional leadership and job performance. As a result of this hypothesis 12 of the study is 
rejected. 
IMPLICATIONS OF THE STUDY: 
Research findings of this study have several implications for theory and practicality in addition 
to some future directive researches. Firstly, this study deems to fill the gap in the literature which 
focused on investigating the effect of leadership styles on job outcomes. Although some 
researchers attempted to explore this relationship but most of the researches have carried their 
works in western context hence  a dire need was felt  to investigate the leadership style’s impact 
in developing countries especially countries like Pakistan where leadership studies have not been 
carried out in relation with the job outcomes like performance and job satisfaction, even the 
literature on leadership is found to be very rare except a few isolated studies carried out in 
education and banking sector. However no study has ever been done in order to find out the 
relationship between the leadership styles and job outcomes in telecom sector of Pakistan which, 
as mentioned earlier, has witnessed an enormous growth in Pakistan over last one decade. Earlier 
studies also suggest the universality of leadership styles across diverse nations (Bass, 1985). He 
further opinionated, however, dissimilarity might be found in different organizations (Bass, 
1997) and this study attempted to validate this concept in Pakistani culture which will help 
organizations of Pakistan to be more focused on leadership styles and making them more 
effective.    
Secondly, the study extends to investigate the mediation impact of organizational commitment 
on the relationship of leadership styles and job outcomes which helps in identifying and 
highlighting the importance of making employee more committed with the organizations 
enabling them to be more productive through effective leadership (Nguni et al., 2007). As 
previously mentioned no research has so far been carried out in order to systematically examine 
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the impact of transformational and transactional leadership on organizational commitment, job 
performance and job satisfaction in telecom sector even in a single study. Therefore, based on 
current study findings an idea evolves regarding the direct effects of transformational and 
transactional leadership on behavioral outcomes like job performance and job satisfaction and 
through a mediation relationship of organizational commitment in telecom sector of Pakistan. In 
a more practical viewpoint, the information coming out of the conclusions drawn in this study 
can be utilized in order to improve the employees’ performance as well as their job satisfaction 
level. In theoretical perspective we become clear about the relationship of different leadership 
traits and their impact on various job outcomes as mentioned earlier. Although earlier studies has 
proved that leadership is not the only characteristic which contributes towards the increase  or 
decrease in the job satisfaction and job performance yet its role can never be undermined. 
LIMITATIONS OF THE STUDY: 
The major limitation of the study was its cross sectional nature which was due to certain reasons 
like lack of time and cost, otherwise it could be better investigated through longitudinal study. 
Moreover the data was collected only from Lahore, Islamabad and Sargodha which was another 
limitation. Principally; it could have been collected from all over the Pakistan based on 
proportionate allocation as per population.  
Another limitation of the study was the nature of questions asked in the questionnaire about their 
manager/supervisor at their workplace. People in a high context culture are usually reluctant in 
explicitly expressing their viewpoint about others especially to an unknown person. As all the 
questions in order to measure the leadership style either transformational or transactional, were 
pertaining with the attitude of the boss/supervisor at his/her workplace about its effectiveness. 
Although anonymity and objectivity of the study was ensured to all respondents for their 
responses yet many of the respondents seemed to be hesitant while answering to many questions 
especially pertaining to their boss’s managerial style and its effectiveness. Although, the data 
collection procedure was personally administered in order to remove such biases and errors 
during data collection. 
FUTURE RESEACH DIRECTIONS: 
As mentioned earlier the relationship of other factors contributing towards the phenomenon of 
job satisfaction and job performance may also be explored. These factors might include some 
other job conditions (physical as well as intellectual). It is expected from upcoming studies to 
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embark new insights and understandings on the concept of leadership and its effects on various 
subordinates’ actions. In addition to that, current study makes us more clear about the 
understanding and mediating role of  organizational commitment  however the relationship needs 
to be further verified and reconfirmed in the future studies. These future studies will also reveal 
that to what extent does the organizational commitment plays its mediating role between the two 
independent and dependent variables. In this context, it is also recommended and suggested that 
that upcoming studies should also be using some other mediating variables which have a direct 
impact on the relationship of leadership styles and behavioral outcomes e.g. instead of using 
organizational commitment as mediator, the other constructs like climate of organization, 
trustworthiness of the leader and level of satisfaction with the leader may also be used in order to 
find out as to what extent the these variables mediates the impact of transformational and  
transactional leadership on job performance and job satisfaction. The intent is to enable the 
future researchers to become clearer about the explanatory value of the mediation role playing 
various variables as proposed earlier on, in the relationship between transformational, 
transactional leadership styles and its effect on job performance and job satisfaction.  
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